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 The purpose of this study is to conduct a descriptive study that will determine 
leaders’ opinions of elements in establishing and sustaining a high performing people 
centered culture.  This is Phase I of a two-part study.  Phase II of this study will further 
validate the research instrument developed in Phase I.  The research instrument 
developed will rank elements based on their importance in a high performing people 
centered culture. 
 The method used in this study was a quantitative analysis.  Extensive research 
was conducted in the area of organizational culture and organizational development.  The 
research provided elements associated with organizational culture and organizational 
development for the further development of the research instrument.   
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Chapter I 
 
Research Purpose and Objectives 
 
Introduction  
 
It is believed that culture, within an organization, is comprised of ideologies and 
affirmations of an individual’s norms, beliefs, and values (Trice & Beyer, 1993).  These 
ideologies and affirmations are often indicators of the financial and behavioral status of 
the organization.  It is not necessarily true that an organization’s culture determines its 
success or failure.  It does, however, play an inherent role within the organization.   For 
example, if an organization’s executive staff is more concerned with pleasing the 
shareholders with a pleasant bottom line, rather than taking care of the employees that 
have allowed for the pleasant bottom line; this organization’s culture maybe one of 
discontent between the employees and the executives. 
 By building and maintaining a valuable organizational culture, the performance of 
both the organization and its employees will be greatly increased.  Another critical step in 
building and maintaining a valuable organizational culture is that of purposeful 
management.  It is key that management is supportive of such an endeavor, otherwise, 
employees will feel that the idea of a valuable organizational culture has no merit.  The 
outcomes of such an endeavor have the potential of being higher gains in operating 
earnings, higher returns on investments, and possible increases in stock prices. 
Purpose Statement 
 
 The purpose of this study is to develop an instrument that will help determine 
what leaders think are the most important variables in establishing and sustaining a high 
performing people centered culture. 
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Research Objectives 
The goal of this research project is to develop an instrument that helps meet the 
following objectives:  (See Figures 1.1, p. 3, and 1.2, p. 4) 
1. Determine leaders perceptions of the importance of variables in 
organizational culture, 
2. Determine the importance of the relationship between the espoused 
values and leadership variables of alignment and status reduction. 
Essentially these objectives will be tested to prove or disprove two null 
hypotheses: 
1. Core values are not the most important components of culture, 
2. The variables of leadership practices will rank below the core 
values and big goals variables. 
Significance of the Study 
 In order to build and maintain a valuable organizational culture, it is key to 
understand the components and/or variables associated with organizational culture.  Such 
components and/or variables include, but are not limited to: training, information 
management, the building in which the organization resides, rewards, selection processes, 
core values, principles, and beliefs. 
This study is needed because there is very little know about building and 
maintaining a valuable organizational culture.  There have been books and articles 
written and studies done, but none have provided specific components and/or variables 
for leaders in building and maintaining organizational culture. 
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Figure 1.1 - People Centered Organization Culture Bull’s Eye Model 
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By achieving the two research objectives, leaders will eventually have information to 
assist in building and maintaining a valuable organizational culture within their 
organization. 
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Figure 1.2 – Organizational Culture Model 
 
 
 
 
   
 
 
 
 
 
 
 
 
 
Organizational Culture Model 
Building
Offices
Parking
Dress
Documents
Rewards
Symbols
Logo/Brand
Rituals
Celebrations
Stories
Artifacts
Pay and Contingency Pay
Training
Information Management
Measures
Teamwork/Decentrailization
Selection Process (People)
Sense of Ownership
Strategic Planning
Support Systems
Core Values
Beliefs
Principles
Core Purpose
Big Goals
Vision
Espoused Core Ideology
Walk the Talk
Tough Decisions
Alignment of Decision Making
Status Reduction
Balance
Leadership
Organizational Culture
   
 
12
Chapter II 
 
REVIEW OF LITERATURE 
 
Introduction 
 This chapter will provide a significant review of topics that may or may not be 
included as elements in building and sustaining a high performing people centered 
culture.  Such topics include: Organizational Culture; Stages of Organizational Culture; 
Types of Organizational Culture; High Performing People Centered Cultures; Corporate 
Cults; Patterns of Combined Cultures; Planning and Performance; Short-Term Planning 
and Performance; Long-Term Planning and Performance; Strategic Planning; Core 
Ideology; Core Values/Beliefs; Core Purpose; Organizational Hierarchy; Subcultures; 
Unions; Leadership; Reward and Compensation Systems; Trust; Empowerment and 
Ownership and Culture Assessment Instruments.   
Organizational Culture 
Most individuals have a different definition of what organizational culture is.  
Often individuals will state they believe culture is, “ . . . ‘the way we do things around 
here,’ ‘the rites and rituals of our company,’ ‘the company climate, ‘the reward system,’ 
‘our basic values,’ and so on.”  (Schein, 1999, p. 15)  “Culture is usually defined as the 
deep-seated values, beliefs, and principles of those within the organization.”  (Arnott, 
2000, p. 162) 
Human cultures emerge from people’s struggles to manage uncertainties 
and create some degree of order in social life.  People in organizations 
face many uncertainties.  Their environments change due to economic 
conditions, technological developments, or the actions of competitors.  To 
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compete in a fast-developing global economy, people in organizations 
must deal with different types of customers and a large array of possible 
new competitors.  (Trice and Beyer, 1993, p. 1) 
Deal and Kennedy (1999) found that, “A robust culture in a cohesive enterprise is 
committed to a deep and abiding shared purpose.” (p. 3)  That “ . . . deep and abiding 
shared purpose” (p.3) can also be viewed as being comprised of the organization’s shared 
symbols, values, assumptions and behaviors.  (Goffee and Jones, 1998, p. 9)   Goffee and 
Jones also state: 
Most working people, senior executives and entry-level employees alike, 
however, never encounter these academic definitions of culture.  Instead, 
their definitions of culture are experience-based.  And if you ask them 
what these definitions are . . . the most typical answer recalls Supreme 
Court Justice Earl Warren’s famous comment about pornography: “I can’t 
tell you what it is, but I know it when I see it.”  
This is where culture gets even murkier, because if we then ask, “If you 
know it when you see it, what does it look like?”  Some answers sound 
like this:  
  “All the people in my office really get on well with each other.” 
 “Every meeting we have is obsessed with ways to nuke the competition.” 
“All the professional employees get long lunches, but the staff has to 
punch the clock.” 
“When I had my operation, no one from work even cared.” 
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“Every once in a while, management makes a person they don’t like just 
disappear.” 
Indeed, all of these remarks do describe culture.  Or more precisely, they 
describe outcomes of a company’s culture.  For culture technically 
speaking, comprises an organization’s widely shared values, symbols, 
behaviors, and assumptions.  More colloquially, culture is “the way things 
get done around here.”  (p.9) 
Freiberg and Freiberg (1996, as cited in Deal and Kennedy, 1999) wrote, “‘The 
idea of corporate culture is too important to the effective functioning of today’s 
corporations to be dismissed as a fleeting craze.  Culture is the glue that holds an 
organization together.’”  (p. 22) 
Culture matters because it is a powerful, latent, and often unconscious set 
of forces that determine both our individual and collective behavior, ways 
of perceiving, thought patterns, and values.  Organizational culture in 
particular matters because cultural elements determine strategy, goals, and 
modes of operating.  The values and thought patterns of leaders and senior 
managers are partially determined by their own cultural backgrounds and 
their shared experience.  (Schein, 1999, p. 14) 
 Dave Arnott (2000) discusses this very important point about an organization’s 
culture: 
It varies a good deal among organizations, and managers are increasingly 
concerned about it, because it has a big effect on the bottom line.  Even 
members of the Wall Street community are taking notice because there’s a 
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growing belief that nonfinancial factors like employee motivation have a 
direct effect on customer satisfaction and ultimately stock prices.  (p. 90) 
Stages of Organizational Culture 
 
As there are various stages in the life of an organization, as can be seen in Figure 
2.1, there are also stages in an organization’s evolution of its culture. 
A young and growing company attempts to stabilize and proliferate the 
culture that it views as the basis of its success.  The culture is the main 
source of the organization’s identity and is therefore clung to with a 
vengeance, just as adolescents cling to their budding identities.  Young 
organizations are also typically still under the control of their founders, 
which means the culture is more or less a reflection of the founder’s 
(Smither, Houston & McIntire, 1996, p. 37) 
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beliefs and values.  Even if success leads to broader acceptance of those 
beliefs and values across the whole population, one must recognize that a 
challenge to any cultural element is tantamount to questioning the founder 
or owners of the organization.  Those cultural elements become sacred 
cows and are difficult to change.  (Schein, 1999, p. 12)  
Schein (1999) continues on with this theory by stating: 
A midlife organization can be thought of as having had several 
generations of professional managers appointed by outside boards whose 
members are usually beholden to diverse stockholders.  Most likely such 
an organization evolves into multiple units based on functions, products, 
markets or geographies, and those units are likely to develop subcultures 
of their own.  Thus the culture issue in the midlife organization is 
threefold: 
1. How to maintain those elements of the culture that continue 
to be adaptive and relate to the organization’s success  
2. How to integrate, blend, or at least align the various 
subcultures 
3. How to identify and change those cultural elements that 
may be increasingly dysfunctional as external 
environmental conditions change 
There is at this stage a much greater necessity for accurate cultural 
assessment in order to maintain some parts of the culture while changing 
others.  The organization also requires insight and skill to produce 
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‘managed’ change of some cultural elements while maintaining the core.  
Culture change becomes transformation, because old cultural elements 
have to be unlearned.  (p. 12-13) 
 Finally, Schein (1999) discusses the aging of organizations and its effect on 
culture. 
As companies age, if they do not evolve, adapt, and change elements of 
their culture, they grow increasingly maladapted and the culture becomes 
a serious constraint on learning and change.  The organization clings to 
whatever made it a success.  The very culture that created the success 
makes it difficult for members of the organization to perceive changes in 
the environment that require new responses.  Culture becomes a constraint 
on strategy.  (p. 13) 
 As one can see, the life of an organization’s culture remarkably parallels the life 
of an organization. 
Types of Organizational Culture 
 According to research conducted by Goffee and Jones (1998), organizational 
culture takes on one of four types.  As a part of identifying an organizations' culture, 
there are several measures and instruments that should be utilized.  Goffee and Jones 
(1998) developed four tests based on four basic areas of an organization.  Those four 
basic areas are defined as follows: 
 Physical Space:   
Space often tells you something about status, power, and connections.    
Consider too who gets the most space . . . Next think about the way people 
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decorate their space . . . Main entrances are often rich in clues . . . Finally, 
think about the functionality of the space.”   (Goffee and Jones, 1998, p. 
46) 
 Communication: 
How do people prefer to exchange ideas and information -- E-mail, phone, 
fax?  How much time do people spend talking face-to-face?  Walk into 
some businesses and you are overwhelmed by the rich buzz of 
conversation, and in others there is deathly silence . . . Think about just 
how easy it is to get ahold of others in your organization . . . As 
organizations globalize, distance increasingly affects how people 
communicate.  (p. 48) 
 Time: 
“The third important area to observe is how people manage their time.  How long 
do people stay at work?  Think too about how long it takes to get to know someone in 
your organization.”  (p. 50) 
 Identity: 
Let's look finally at how people express their personal identities.  This is 
perhaps the most difficult area of all to get a feel for, and you will need all 
of your observational skills to tease out all the subtleties.  Do people try to 
look alike with common dress codes and manners of speech? . . . Within 
the organization, do people identify with their team, their function, their 
division, the whole organization, their profession, their trade union, or 
perhaps with their customers? . . . When people identify with the 
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organization, what is it that they are identifying with? . . . Think about 
what happens when people leave your organization. (p. 52) 
 To further discuss the four basic areas of an organization, here is a brief look at 
how those areas relate in the four types of cultures, as defined by Goffee and Jones 
(1998): 
 Physical Space: 
 Networked Cultures--  “Office doors are open or unlocked; people move freely 
into and out of each other's rooms.  Offices may be decorated with pictures of family, 
postcards, cartoons, humorous notes/pictures of colleagues.”  (Goffee and Jones, 1998, p. 
47) 
Mercenary Cultures-- 
Space is allocated "functionally" -- in ways that help to get the job done.  
Open-plan or flexible desk use is possible -- but in order to assist with 
simple, efficient, and cost-effective methods of means of task 
achievement, not "chatting." (p. 47) 
Fragmented Cultures--  “Space is designed to help individuals work without 
interruption.  Office doors are closed and offices are well equipped so that employees are 
effectively self-contained.” (p. 47) 
Communal Cultures -- “Much space is shared either formally (open-plan) or 
informally (lots of movement in and out of offices).  It may sometimes be difficult to 
determine whose office you are in, and there are few barriers between departments or 
functions.”  (p. 47) 
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Communication: 
 Networked Cultures--  “There is a lot of talk.  Although there are formal 
hierarchies and processes, much communication takes place around the formal systems in 
face-to-face conversation, on the phone, in ‘meetings before meetings.’” (p. 49) 
Mercenary Cultures--  “Communication is swift, direct, and work-focused.  Terse 
memos and data-laden reports leave little room for ‘idle’ conversation.” (p. 49) 
Fragmented Cultures-- 
Talk is limited to brief one-to-one exchanges in the corridor or on the 
phone.  Meetings are resisted (what's the point?, difficult to arrange, hard 
to manage for any length of time without boredom, acrimony, or people 
simply walking out).  (p.49) 
Communal Cultures--  “There is communication in every channel, but oral, face-
to-face methods are likely to dominate.  Nonverbal communication is, nevertheless, 
important; dress, color, and symbolism may all help individuals to feel close to others.”  
(p.49) 
 Time: 
 Networked Cultures--  “People use work time to socialize -- and they are not 
penalized for doing so.  To some extent, the reverse applies – ‘All work and no play 
makes Jack a dull boy.’”  (p. 51) 
Mercenary Cultures--  “Long hours are the norm, although it is acceptable to 
leave once the job is done.  This is clearly signaled, since time and performance measures 
are explicit.”  (p. 51) 
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Fragmented Cultures--  “People go to the office only when they need to; absence 
is the norm.  Achievement, not time, is the measure (and the achievements may take a 
long time to deliver).”   (p. 51) 
Communal Cultures--  “People live at work; professional life is so engaging that 
"conventional" time is ignored.    Work and nonwork life dissolve into one; even when at 
home work can be a preoccupation.”  (p.51) 
 Identity: 
 Networked Cultures--  “People identify with each other; close ties of sociability 
heighten feelings of similarity as individuals.  Differences are understand and if 
expressed at all they are seen in subtle variations of dress code or speech patterns.”  
(p.53) 
Mercenary Cultures--  “People identify with winning.  Although norms of 
behavior emerge here as anywhere, differences between individuals are acceptable and 
encouraged if they assist in achieving the result.”  (p.53) 
Fragmented Cultures--  “People identify with values of individualism and 
freedom; with personal technical excellence; with organizations that minimize 
interference.”  (p. 53) 
Communal Cultures--  “People identify with the values and mission of their 
company.  The credo is lived; the words are played out, enacted, debated, applied, 
developed.  Work becomes a way of life.  Logos, symbols, war cries abound.”  (p. 53) 
 These areas and types of culture can be found in every organization.  An 
organization's culture will more than likely have various elements combined to form the 
"right" culture for that particular organization. 
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High Performing People Centered Cultures 
 The managing of people becomes center stage when attempting to create a high-
performing people centered culture, but it is the supporting functions that ensure the 
continued success of the organization.  (Deal and Kennedy, 1999, p.251) 
How can such substantial benefits in profits, quality and productivity 
occur?  These tremendous gains come about because high commitment 
management approaches provide a number of important sources for 
enhanced organizational performance. 
1. People work harder, because of the increased involvement 
and commitment that comes from having more control over 
and say in their work. 
2. People work smarter; high performance management 
practices encourage the building of skills and competence 
and, as importantly, facilitate the efforts of people in 
actually applying their wisdom and energy to enhancing 
organizational performance. 
3. High commitment management practices, by placing more 
responsibility in the hands of people farther down in the 
organization, save on administrative overhead as well as 
other costs associated with having an alienated work force 
in an adversarial relationship with management.  (Pfeffer, 
1998, p. 32-33) 
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Gubman (1998) states: 
All high-performing cultures have four key values and beliefs in common.  
You must repeat them constantly and back them up with your actions so 
people know they have consequences.   
The beliefs are: 
• Customer -- We do whatever it takes for the customer. 
• Excellence -- We want to be the best at what we do all the time. 
• Group -- We want to treat each other fairly and with respect.  In 
other words, we show caring for each other. 
• Individual -- We respect individual dignity and make work 
satisfying, either because it's enjoyable or the challenges posed by 
it are motivating.  (p. 58) 
Charles Krueger, Ph.D. (1999), has identified four additional components of high 
performing people centered cultures.  "These major components will help to provide a 
common conceptual model that will facilitate the communication, research, curriculum 
development and teaching high performance people process type cultures." (p. 1)  The 
components are listed and defined as follows: 
1. Core set of values and beliefs --  
Outstanding organization cultures have some less observable yet 
systematic values that permeate all aspects of the organization.  
Most research indicates that these values are established by one 
person, or at most a few people.  These values profoundly effect 
key events and decisions.  (p. 1) 
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  2. All levels walking the talk-- 
Leadership in a high performing people process culture exists in all 
levels of the organization.  Although a single person or a few 
individuals may create core values, leadership at multiple levels 
needs to model, coach and practice the core values.  Employees 
also provide leadership; often at the direct value added level of a 
process or service . . . These leaders at all levels understand and 
trust some of the changes that are and will be thrust upon the 
organization.  As they anticipate change, they help provide the 
vision of the future so that others can believe and understand the 
vision.  Effective leaders energize their constituencies and enable 
these constituencies to act or perform in a way that aligns with the 
core values and moves the organization towards the future in a 
positive, purposeful fashion.  (p. 3) 
3. Processes and support systems developed to align with values and 
beliefs-- 
 Processes and support systems are those organization components 
that people build and maintain to help keep the organization viable.  
They are an extension of "walking the talk."  The nature of these 
support systems demonstrate the ways in which the organization 
manages internally and externally.  These support systems shape 
behavior, thus help define the organization's culture.  (p. 4) 
4. Actions that rapidly create, facilitate and adapt to change -- 
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 The organization's ability to anticipate change, capitalize upon 
change and align the organization with change is the fourth 
element of high performing organization people process culture 
organizations . . .  Companies that adapt to external change, 
facilitate the internal change that keeps them in harmony with the 
changing environment are more likely to be successful.  (p. 5-6) 
 Deal and Kennedy (1999) further discuss high-performing people centered 
cultures as: 
High-performance organizations are fun to be part of.  They are a joy to 
manage.  They produce superior results time and time again.  Being 
associated with a continuing stream of success brings out the best in 
people.  They challenge themselves to their utmost to contribute to 
success.  High-performance people in high-performance organizations 
gravitate to each other, producing unimaginable synergies by pooling their 
energies and talents.  Creating a high-performance organization requires 
building a strong and cohesive culture supportive in every way of efforts 
required to produce exceptional results.  Being part of a strong culture that 
yields superior performance is the best reward available to anyone who 
works.  (p. 265) 
Corporate Cults 
 The word "cult" conjures up images of groups of men and women in dark cloaks, 
chanting phrases in foreign tongue, in a dense forest under the cover of darkness.  It 
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seems that within the last ten years, the association between the words "corporate" and 
"cult" has become more prevalent. 
We have found no universally accepted definition of cult in the literature; 
the most common definition is that a cult is a body of persons 
characterized by great or excessive devotion to some person, idea, or thing 
(which certainly describes many of the visionary companies).  Nor did we 
find any universally accepted checklist of what separates cults from 
noncults.  We did, however, find some common themes, and in particular 
we found four common characteristics of cults that the visionary 
companies display to a greater degree than the comparison companies. 
• Fervently held ideology (discussed earlier in our chapter on core 
ideology) 
• Indoctrination 
• Tightness of fit 
• Elitism  (Collins and Porras, 1997, p. 122) 
 Dave Arnott (2000) uses an analogy to describe what a cult is and its relationship 
to an organization: 
In the 1976 song "Hotel California," Don Henley of the Eagles sang about 
membership in a drug cult.  The song concluded that once the members 
joined they couldn't escape because they had joined of their own free will.  
Like the visitors to Hotel California, members of corporate cults are 
prisoners by choice.  They enter freely; no one forces them.  It's a cult of 
their own device.  What we know as traditional cults have leaders who 
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find prospective members who have a proclivity to be dominated.  The 
prospective cult members have low self-esteem, so the organization is 
their only source of individual value.  They have so little individual 
identity that they grasp at group identity. 
The situation is very similar in corporate cults.  The most likely members 
are employees with a "hole in their soul" that is patched by membership in 
the organization.  This trait often takes the form of "team play" or 
"loyalty" when, in fact, it is a yearning to belong to anything.  Members of 
corporate cults are prisoners of their own device.  (p. 8) 
Every organization has some degree of cultedness.  People join 
organizations to accomplish things that they cannot do on their own, so 
individuals subordinate themselves to some extent.  However, in corporate 
cults, the organization has become work, family, and community for the 
employee.  (p. 16) 
In Built to Last, Collins and Porras (1997) give several examples of well-known 
organizations that can been seen as "cult-like."  IBM's "cult-like atmosphere" can be 
traced back to 1914, when Thomas J. Watson, Sr., became the chief executive officer of 
the then struggling company.  "Watson plastered the wall with slogans: 'Time lost is time 
gone forever'; 'We sell service'; 'A company is known by the men it keeps.'"  (p. 124)  His 
more rigorous codes of conduct and professionalism included the forbidding of alcohol, 
discouragement of smoking, and encouraging of marriage " . . . (married people, in his 
view, worked harder and were more loyal because they had to provide for a family)."  (p. 
124)  As the years went by, the rituals became even more cultish.  When a new employee 
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was hired they would be required to take class which taught them about the IBM values.  
The veteran employees would teach these classes and each class would begin with the 
singing of " . . . IBM songs out of the song book Songs of the IBM, which included 'The 
Star-Spangled Banner' and, on the facing page, IBM's own anthem, 'Ever Onward.'"  
(p.125) 
The Walt Disney Company is another example cited by Collins and Porras 
(1997). 
Disney requires every single employee -- no matter what level or position 
-- to attend new employee orientation (also known as "Disney Traditions") 
taught by the faculty of Disney University, the company's own internal 
socialization and training organization.  Disney designed the course so that 
"new members of the Disney team can be introduced to our traditions, 
philosophies, organization, and the way we do business."  (p. 127) 
 Strict grooming and personal guidelines are also in place, and should not, under 
any circumstances be questioned.  The learning of the language used at Disney is also 
very important for new employees to learn.  Here are some examples of Disney language: 
  Employees are "cast members." 
  Customers are "guests." 
  A crowd is an "audience." 
  A work shift is a "performance." 
  A job is a "part."   
  A job description is a "script." 
A uniform is a "costume." 
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  The personnel department is "casting." 
  Being on duty is "onstage." 
  Being off duty is "backstage."  (p. 128) 
   To further exemplify Disney's "cult-like" atmosphere, "Company publications 
constantly emphasize that Disney is 'special,' 'different,' 'unique,' 'magical.'  (p. 129) 
 Finally, Collins and Porras (1997) look at Proctor and Gamble (P&G), with their 
combination of both formal and informal indoctrination processes.  One of the 
requirements of incoming employees is to read P&G's,  
 . . . official biography Eyes on Tomorrow (also known to insiders as "The 
Book"), which describes the company as "an integral part of the nation's 
history" with "a spiritual inheritance" and "unchanging character . . . that 
[has] remained solidly based on the principle, the ethics, the morals so 
often pronounced by the founders [and] has become a lasting heritage."  
(p. 132) 
 One more example of P&G's "cult-like" atmosphere is, " . . . encouraging 
employees to purchase shares in the employee stock ownership program, the company 
garnered a high level of psychological commitment."  (p. 133) 
 In any organization, "cult-like" practices can be found.  The severity of the "cult-
like" atmosphere will be dependent upon the organization's history of indoctrination, 
elitism, tightness to fit, and fervently held ideology. 
Patterns of Combined Cultures 
 At one point or another, an organization faces the very real possibility of a joint 
venture, an acquisition, or a merger.  
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As the new organization begins to function, people hear the rhetoric that 
“we will take the best from both cultures,” but careful examination of the 
evidence points in a different direction. 
It seems that in all cases where cultures have to be combined, there are 
three possible patterns: separation, domination, or blending.  (p. 8) 
 Separate cultures refers to, “. . . conglomerates that allow subsidiary companies to 
retain their separate identities.”  (p. 8)  However, it is very important that be aligned so as 
not to work against each other.  (p.9) 
 Dominant culture refers to one culture dominating the other.  More specifically 
when one organization obtains another.  (p. 9)  It has become clear to Schein (1999) that 
there will always be one dominant culture, but it may not become, “ . . . visible for some 
time precisely because of the rhetoric.”  (p. 10) 
 Finally, blended cultures refers to, “ . . . taking the best of both cultures, is usually 
claimed to be the desirable outcome.”  (p. 10)  Schein (1999) views two different levels 
of blending.  “One level of blending is to create a new, superimposed set of values and 
sell them to the various cultural units.”  (p. 10)  “At another level, the new organization 
attempts to benchmark its various systems and procedures against each other and against 
externally perceived ‘best practices’ to create and standardize new procedures across the 
resultant organization.”  (p. 10)  An example of this would be the case of Allianz Life 
Insurance acquiring Life USA (Minneapolis, MN). Allianz Life Insurance was so 
impressed with the culture built and maintained by Life USA, that Maggie Hughes, COO 
and president, has been put in charge of ensuring the successful merger of cultures. 
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Planning and Performance 
Deal and Kennedy (1999) suggest that, “A company’s culture turns out to be a 
major determinant of its future economic success.”  (p. 23) 
Pfeffer (1994) gives the argument that: 
Even as many organizations try to become less hierarchical and 
centralized to attain more productivity from their work force, one of the 
leading strands of economic theory, taught regularly in many of the major 
business schools and economics departments, argues for the efficiency of 
hierarchy.  The inconsistency is transparent.  (p. 98) 
 Pfeffer (1994) also states that, “The dominant economic theories are also filled 
with language not apt to produce trust and cooperation, to put it mildly.”  (p. 110)  This 
idea can be carried throughout all aspects of the organization.  When talking about the 
“open-book” style of management, it is all about making the complicated economic 
terms, easy to understand and less intimidating to line workers. 
Short-Term Planning and Performance 
 When discussing the idea of short-term planning and performance, a few solutions 
emerge.  Downsizing, cost-reduction and increasing shareholder value are just a few of 
these solutions.  An organization should keep in mind that these solutions are just that, 
short-term.  By implementing such solutions, an organization is putting not only its future 
in jeopardy, but its culture as well. 
Kotter (1988) discusses this simple, but enormously important fact about short-
term planning and performance: 
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Because of the magnitude of competitive intensity and organizational 
complexity found today, short-term economic pressures and parochial 
politics probably lurk everywhere.  Unleashed, they become very powerful 
forces.  Keeping them in check should logically require a countervailing 
force of great power.  (p. 96) 
 Kotter (1988) goes on to discuss the important roles that line management, 
culture, structure, systems, policies and the CEO play in assisting an organization with 
short-term planning and performance.  These key roles play an equal part in long-term 
planning and performance, however, more exaggerated.  To summarize Kotter’s (1988) 
points regarding all of the roles, he states: 
. . . the factors that seem to make companies with better managements 
different from others can be summarized in this way: 
1. These firms have more and better programs and practices 
aimed at finding, developing, retaining, and motivating 
people with leadership potential. 
2. They maintain and enhance those programs and practices, 
despite short-term business pressures and parochial 
political pressure, because the line organization works at it.  
They accept some responsibility for making those programs 
and practices effective. 
3. Line managers work at it because they believe in the 
importance of those practices to their future prosperity, 
because the CEO reinforces that belief, and because their 
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corporation’s cultures and formal systems provide both 
appropriate rewards and sanctions.  (p. 106) 
It is crucial for organizations to keep their long-term goals in perspective, along 
with their core purpose.  These two ideas should drive the short-term planning and 
performance. 
Long-Term Planning and Performance 
 Kotter and Heskett (1992, as cited in Deal and Kennedy, 1999) found, through 
conducting four empirical studies (1987-1992) in over 200 companies (p. 24), the 
following: 
1. Corporate cultures have a significant impact on a firm’s long-term 
economic performance. 
2. Corporate cultures will probably be an even more important factor 
in determining the success or failure of firms in the next decade 
[meaning through the year 2002, we presume]. 
3. Corporate cultures that inhibit strong long-term financial 
performance are not rare; they develop easily, even in firms that 
are full of reasonable and intelligent people. 
4. Although tough to change, corporate cultures can be made more 
performance enhancing.  (p. 24)  
Successful long-term performance has also been attributed to whether an 
organization is considered to be visionary.  The teams of Deal and Kennedy (1999), and 
Collins and Porras (1997) explore the financial success of such companies.  Collins and 
Porras (1997) state: 
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Indeed, all of the visionary companies in our study faced setbacks and 
made mistakes at some point during their lives, and some are experiencing 
difficulty as we write this book.  Yet -- and this is a key point -- visionary 
companies display a remarkable resiliency, an ability to bounce back from 
adversity. 
As a result, visionary companies attain extraordinary long-term 
performance.  (p. 4) 
Strategic Planning 
 Gubman (1998) discusses the importance of strategy implementation through 
people, " . . . the real strategic opportunities for becoming a singular success, achieving 
uniqueness, and moving quickly lies in your most unique and potentially most powerful 
resources -- your workforce.  No one else has the talent you do."  (p. 16) 
 Along those same lines, Deal and Kennedy (1999) looked at the struggle that 
Gordon Bethune encountered upon taking over as CEO of a nearly bankrupt, Continental 
Airlines.  (p. 33)  Bethune knew that culture was a critical factor in the success and 
evident failure of the airline, so in addition to making much needed strategic shifts, and 
wanting to get the organization in total alignment, Bethune made a cultural change in 
terms the employees would understand.  If the airline was within the top three in on-time 
performance, the employees would receive an additional $50 in their paychecks.  (p. 34)  
"This was culturally a signal that every employee could understand and most employees 
could do something about.  Soon newly motivated employees were moving heaven and 
earth to ensure they would earn their bonus every month."  (p. 34)  In such a move, Deal 
and Kennedy (1999) discovered a great truth: 
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. . . In execution, culture (behavioral patterns deeply ingrained in people) 
and strategy (an idea about how to compete effectively) are inseparable.  
A culture changes very slowly.  For a strategy to succeed quickly, it must 
take advantage of this cultural inertia.  It must channel people's energies 
into actions they are comfortable taking.  A strategy that asks people to do 
something unnatural or totally foreign is doomed to a slow death.  (p. 34) 
Gubman (1998) offers the following in getting a workforce to execute business 
strategies successfully: 
• Align your talent to your business strategy.  Make sure people 
know where you are going as a business, what you are doing to get 
there, how they can contribute to what you want to achieve, and 
what's in it for them when they do. 
• Engage your people in what you are trying to achieve.   
Aligning them tells them what to do and enables them to 
understand the reasons why they should do it.  Engaging them gets 
them excited about doing it.  It helps them experience their jobs or 
assignments with more commitment and emotion. 
• Measure what your workforce is trying to do and give them 
feedback about it.  A psychology professor of mine used to say 
that doing something without knowing how you're doing just 
makes you tired.  People want to know how they are doing.  
Otherwise they get frustrated, discouraged, or just don't improve.  
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Measurement helps them understand their level of contribution and 
how to get better.  (p. 20-21) 
Core Ideology 
 According to Collins and Porras (1997): 
Core ideology . . . defines the enduring character of an organization -- its 
self-identity that remains consistent through time and transcends 
product/market life cycles, technological breakthroughs, management 
fads, and individual leaders.  
. . . Leaders die, products become obsolete, markets change, new 
technologies emerge, management fads com and go; but core ideology in a 
great company endures as a source of guidance and inspiration.  (p. 221) 
 Trice and Beyer (1993) expand on these same principles by adding: 
Cultures must develop a core set of ideologies that capture members' 
minds and hearts.  Someone in a culture has to originate or recognize 
ideologies to which others can subscribe, make the ideologies 
understandable and convincing, and communicate them widely and 
repeatedly so that others come to share them.  Someone has to develop and 
promulgate what we and others have called a vision.  Accounts of 
organizational foundings suggest that early leaders, especially founders, 
play an important role in establishing the ideological core of their 
organizations' culture.  (p. 415) 
 It should be noted however, that according to Collins and Porras (1997), core 
ideology alone does not ensure the success of an organization.  (p. 81)  "Core ideology in 
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a visionary company works hand in hand with a relentless drive for progress that impels 
change and forward movement in all that is not part of the core ideology."  (p. 82) 
Core Values/Beliefs 
Deal and Kennedy (1999) state: 
Beliefs and values form the bedrock of a company’s cultural identity.  
Beliefs are shared convictions, widely accepted notions, of what’s 
important.  Values are what we stand for as a group, what we’re all about, 
what we rally around even when things get tough.  (p. 4) 
 Lebow and Simon (1997) have developed five key elements that are essential 
within each business operation.   
  There are five key elements that a Business Value must satisfy: 
•  A Business Value must affect everything within an organization.  It 
cannot be related to just one department, group, or regional area. 
•  A Business Value must be linked to the overall success of the 
organization. 
•  A Business Value must be controllable by something or someone, 
internal or external . . .  
•  A Business Value must be quantifiable.  This may be done by 
measuring customer satisfaction, on-time delivery, product returns, or the 
like. 
•  A Business Value must be aspirational to those who will be involved 
with the organization . . . (p. 17-18) 
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 It is critical that the behaviors exhibited by organization employees align with 
core beliefs, thus assisting the culture achieve superior performance.  (Deal and Kennedy, 
1999, p. 192)  Deal and Kennedy (1999) also found: 
To be meaningful, shared beliefs should influence behavior informally and 
consistently.  It is the job of senior managers to reinforce desired 
behaviors and spell out what the consequences will be if individuals’ 
behavior fails to adhere to company-wide values.  (p. 208) 
 However, if an organization’s core values and beliefs are highly prescriptive and 
specific, it may stifle the creative human interpretation and follow-through.  (Deal and 
Kennedy, 1999, p.208) 
Core Purpose 
In Collins and Porras’ (1997), Built to Last, core purpose, “ . . . is the set of 
fundamental reasons for a company’s existence beyond just making money.”  (p. 76) The 
core purpose should not be confused with specific goals or business strategies of that 
organization.  (p. 73) While a core purpose should continually evolve an organization, it 
will never be achieved or completed.  For example, “Walt Disney captured the enduring, 
never-completed nature of purpose when he commented: Disneyland will never be 
completed, as long as there is imagination left in the world.”  (p. 77) From the study 
completed by Collins and Porras (1997), it was found that more often than not, 
organizations to not specifically state their core purpose.  (p. 78) However, it was 
discovered that organizations are more successful if they articulate both the core values 
and core purpose in their core ideology.  (p. 78) 
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Organizational Hierarchy 
 Trice and Beyer (1993) stated the following about organizational hierarchy: 
Nearly all formal organizations have a hierarchy of statuses that specifies 
who has authority over whom.  The status differences so created can also 
provide a basis for the formation of subcultures.  The most basic 
distinction in status is that between supervisors and those they supervise.  
The formal authority accorded supervisors tends to create social distance 
between them and their subordinates.  Supervisors can be friendly with 
subordinates, but the two are not equals, and thus supervisors are generally 
not part of informal friendship groups that arise among their subordinates.  
However, supervisors can be part of, and even leaders in, subcultures that 
include their subordinates . . .   (p. 235)  
Trice and Beyer (1993) also found in their research that subcultures among top 
executives is not uncommon, as executives are most comfortable speaking amongst other 
executives.  (p. 236)  These types of subcultures in an organizational hierarchy create 
more levels, thus inhibiting effective communication amidst all organization employees. 
“In strong-culture companies, people are able to move across functional 
boundaries with relative ease.”  (Deal and Kennedy, 1999, p. 260)  In support of this 
statement, Deal and Kennedy (1999) also found: 
Unfortunately, a functional organization – especially in a large enterprise 
– makes it difficult to facilitate cross-functional communications and 
coordination . . . However useful functional organizational schema have 
been, they are being replaced with more decentralized models of 
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organizations designed to speed necessary communications across 
functional boundaries.  (p. 258) 
 When investigating the financial and general operating ramifications of 
organizational hierarchy, Goffee and Jones (1998) offers that, “ . . . it is now generally 
agreed that companies with lots of levels, divisions, and reporting relationships—that is, 
lots of hierarchy—are at a competitive disadvantage against small, lean opponents.” (p. 
13) This is not to say that the organization would be smaller in its’ workforce, but may 
very well be the opposite. 
Subcultures 
 Subcultures exist within any organization, no matter how strong its’ culture is.  
Schein (1999) found the following: 
The complexity of cultural analysis is also revealed in this category in that 
an organization can have a shared mission and strategic intent, yet units 
may organize themselves differently in their efforts to achieve it.  
Subcultures are thus created within the organization’s overall culture.  As 
organizations grow, and differentiate themselves into functional, product, 
market, and geographically based units, they also develop subcultures 
around each of these bases.  Subcultures may be highly functional and 
efficient, because the parts of the organization have to succeed in different 
kinds of environments.  (p. 36)  
 Deal and Kennedy (1999) view subcultures from where they most commonly 
develop, a merger or acquisition. 
   
 
41
If you’ve been acquired and confronted with new cultural patterns, you 
may try to adapt while still mourning the familiar ways you are leaving 
behind . . . Nostalgia or deviance might send out an alarm that you are less 
than happy with the new situation.  You take your feelings either behind 
the scenes or underground.  When you get together with former 
colleagues, you talk reverently about old times and gripe fervently about 
the new situation.  In this way, people cultivate secret subcultures that 
hark back to more satisfying, comfortable, and meaningful times.  The net 
result is a hodgepodge of secret subcultures held over from the latest 
merger. (p. 174-175) 
 As stated in a previous section, subcultures exist at every level and for every 
reason within an organization.  Trice and Beyer (1993) explore the levels and reasoning 
behind organizational subcultures: 
The existence of many kinds of differences among members of 
organizations can give rise to subcultures.  They are often sources of 
conflict, which can have positive as well as negative effects.  Factors 
encouraging the formation of subcultures contribute to underlying 
conflicts between subcultures.  Most of the time, subcultures coexist 
peacefully.  Conflicts between them are likely to surface when 
organizations must choose among subcultural ideologies as bases for 
action. 
Both formal and informal groups in organizations have the potential to 
become subcultures.  Friendship groups, cliques, and functional or 
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geographically based departments, and top management teams tend to 
create conditions conducive to the development of subcultures.  
Subcultures are less likely to emerge in cabals and coalitions, product-
based departments, or other levels of management.  Some factors 
encouraging subculture formation are interdependencies created by 
technology and work flows, group rewards, and line-staff distinctions. 
Various subcultures occurring in organizations originate in their 
environments: a general managerial subculture, subcultures based on 
fields of knowledge and demographic groupings, as well as the 
occupational subcultures . . .   These subcultures are supported by 
communication linkages between members such as overlapping 
memberships, weak social ties, linking roles, mass media, and electronic 
communication.  (p. 252-253) 
Unions 
 When looking at the effects of a union on an organizational culture, Pfeffer (1998) 
raises several questions: 
. . . building trust entails working cooperatively with employee 
representatives, for example, with union leaders where a work place is 
organized.  What does it say to the work force if the first thing that occurs 
during a change is that their representatives are ignored or challenged?  
How can an organization build a high commitment, participatory work 
environment if its actions signal that senior leadership does not trust or 
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expect employee representatives to behave responsibly or to understand 
the work practice changes?  (p. 126) 
 Trice and Beyer (1993) are part of a rare group of researchers that have looked 
into how unions and their own cultures have an impact on organizational culture.  They 
have found that just like an organization has its own culture so too do unions develop 
cultures and subcultures.  (p. 214)  “American labor unions, despite ideological 
differences from management, have developed formal structures and cultural forms that 
resemble those of corporations . . . In effect, even in unions, hierarchies of power and 
privilege emerge that resemble the status hierarchies of business organizations.”  (p. 215)  
“The beliefs and values that characterize U.S. unions include some that are markedly 
different and others that overlap considerably with the beliefs and values of 
management.”  (p. 216) 
 Despite an organization’s history with a union (if one exists), the behavior of both 
employees and management will be a determinate of the union’s effect on that 
organization’s culture.  “There is evidence that in the presence of cooperative behavior 
unions can facilitate or at least be neutral with respect to work place reform.”  (Pfeffer, 
1994, p. 178) 
This is not to say that changing the relationship with the work force will 
be easy or that in all cases the employee organization will behave 
responsibly.  Even the most ardent advocates of a role for unions in 
governing the employment relation admit there are times when unions will 
behave as irresponsibly and uncooperatively as management sometimes 
does, even without provocation.  Nevertheless, analysis of the behavior of 
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employees, organized or unorganized, inevitably needs to seek 
understanding of their behavior at least in part in management’s own 
actions and intentions.  (Pfeffer, 1994, p. 179) 
Leadership 
Cultural leadership begins when managers search their hearts and souls for 
the values and beliefs that they are willing to stand behind.  The process 
continues as others begin to accept and share these beliefs and to shape 
their behavior accordingly.  In today’s workplace, disbelief and fear too 
often dominate.  (Deal and Kennedy, 1999, p. 191) 
 When discussing cultural leadership, Trice and Beyer (1993) analyzed 
instrumental theories of leadership and charisma, thus identifying, “ . . . ten elements that 
can be used to describe cultural leadership.”  (p. 297)  Figure 2.2 shows the ten elements. 
In a well-functioning organization, the behavior of the leader is not all that 
different from the behavior of other responsible members of that organization.  In a sense, 
if it were not for titles or corner offices, a leader could not be identified within a well-
functioning organization.  It is because of this that leaders should be viewed as servants 
to their people.  A leader should be a resource, a coach and mentor. 
 Ed Oakley and Doug Krug (1991) explore how leadership is taught by academia: 
Our educational systems constantly are challenged to deal with the issue 
of leadership.  MBA programs are being asked to produce more pragmatic  
graduates who not only possess a knowledge of the world of business 
through numbers but who also understand what it means for a company to 
have a “social conscience” and a “team mentality” as well as know how to 
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deal with “the people” side of leadership—phrases hardly ever spoken in 
the upper echelons of management before now.  (p. 220) 
 Oakley and Krug (1991) also discuss the topic of enlightened leadership.  There 
are several differences between enlightened leaders and others.  Enlightened leaders 
realize the following factors when leading: 
 •  The most important factor in an organization’s success is its people. 
 •  The behavior of leadership has a major impact on the people. 
•  People resist being told what to do, and they readily commit to making 
their own ideas work. 
•  To the extent people feel cared about and supported, they will go to 
extremes to help those who help them. 
•  There is tremendous power in numbers.  (p.229-231) 
 There are actions that enlightened leaders demonstrate that directly support the 
differences or factors, as previously discussed.  They are: 
  •  Support people getting clear on an inspiring, compelling vision. 
•  Provide the positive disciplines necessary for bringing out the best in 
people and achieving the vision. 
•  Put the people first. 
•  Model self-responsibility. 
•  Have high expectations for results.  (Oakley and Krug, 1991, p. 231-
232) 
These actions can be seen as the driving force of a high performing people-centered 
culture. 
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 “Leadership, therefore, deserves a great deal more attention than it has been 
given, especially if we want to make certain that it is exercised in ways that help our 
organizations thrive and our civilization progress.”  (Farson, 1996, p. 146) 
Reward and Compensation Systems 
 Each year, Fortune magazine produces a report on “The 100 Best Companies to 
Work For.”  The companies included in this report often have varying types of reward or 
bonus systems.  The majority of these systems are based on the financial performance of 
the organization, since it is the driving force of the organization, the almighty bottom line. 
At any point in time, a company has hundreds of ways to reward people 
who perform above and beyond expectations.  These range from an 
informal pat on the back to bonuses, unexpected “sabbaticals,” or tuition 
for special career-enhancing training programs.  Rewards also include 
special assignments and grants of trust—giving a person more 
responsibility.  The only thing limiting the scope of rewards is the 
creativity of management.  (Deal and Kennedy, 1999, p. 254) 
 An important factor Deal and Kennedy (1999) discuss is that a reward or 
recognition should be given for behavior that exemplifies core values and beliefs.  (p. 
254)  However, there are rewards that are given based on the financial performance of a 
team or individual.  For example, if an organization rewards for an improvement in sales 
performance, which may not necessarily, fall in line with an organizations core value or 
beliefs.  (p. 254)   “Compensation systems that pay people more equally or on a group 
basis, and thereby de-emphasize the importance and salience of working for money, are 
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consistent with building stronger commitment to and interest in the organization and the 
job.”  (Pfeffer 1994, p. 105) 
Recognition and rewards are meaningless unless widely publicized.  
Managers who use rewa4rds to reinforce cultural values and beliefs must 
pay as much attention to how these rewards are communicated to others as 
to who receives the rewards.  Rewards are strongly motivational to 
individuals.  They are even more effective in signaling cultural priorities.  
(Deal and Kennedy, 1999, p. 255) 
Trust 
 Trust is a fundamental element in human existence.  Without it, little would be 
accomplished.  In a high performing people-centered organization, trust is key.  Leaders 
must have trust and faith in their employees’ ability to complete a task and their jobs, and 
visa versa.   
Trust is powerful.  It is the glue that binds people together as they work in 
ambiguous, uncertain environments in ambiguous, uncertain times.  It is 
also at the root of a leader’s credibility or lack thereof.  Without rust, 
“honest communication” becomes a self-canceling oxymoron, while the 
stated goals of empowering people and pushing authority downward fall 
far short of their potential.  (Harari, 1999, p. 2) 
Rory Woolsey (1997) explores the comparisons between environments of low and high 
trust and how specific business attributes are effected. 
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Figure 2.2 -- Effects of Trust 
 
Low Trust   High Trust 
 
1. Communication  Difficult, memo haven,  Easy, relaxed, flowing 
wasted energy 
 
2. Idea Sharing  Restrained, secretive   Open, free flowing 
 
3. Knowledge Sharing Retrained,   Open, free flowing 
"knowledge is job security" 
mindset 
 
4. Integrated work force  Resistant to    Interdepartmentalizing is  
Interdepartmentalizing easy and desired 
 
5. Productivity  Wasted energy   Improved 
in politicking and 
poor communication 
 
6. Span of control  Limited    Greater autonomy 
 
7. Focus on Mission  Off task, on self-   On task, vision/ 
preservation    mission 
 
8. Leadership approach  Forced, manipulative   Inspired 
 
9. Followership  Working for paycheck  Inspired to follow 
 
10. Information flow Keep to self    Free flowing 
 
11. Internal friction Energy wasted   Minimized 
solving disputes 
 
12. Controls  Rules, regulations,   Compelling vision 
policies and 
procedures 
 
13. Maturity  Independent, self-   Interdependent 
centered 
 
14. Attributes of Culture Us vs. Them,    Common bond, 
Self-Centered    Vision-oriented 
Table reprinted and copyrighted from the book High Trust Leadership  (p. 15) 
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With such elements distinguished, there should now be a focus on how to build trust.  
Charles Krueger and Kevin Wilde (1982) discuss, “Trust Building Actions.” 
•  Clear, direct communication.  Too many links in human communication 
system usually results in distorted messages and slows the information 
flow.  Whenever possible, communicate directly to the people involved.  
Strive for specific, clear messages.  People are more likely to trust if they 
receive concrete, understandable messages rather than broad, fuzzy terms.  
(p. 2-31) 
•  Trading and holding information.  Revealing personal feelings, little 
known facts and other guarded information invites trust.  Also, reciprocate 
the self-disclosures of others to encourage trust.  Sharing a common fear 
can also be a bonding process between parties.  (p. 2-31) 
•  Timely feedback.  If information is expected at a certain time, delays 
will encourage suspicion and distrust.  Healthy information flow and 
timely feedback establishes predictability and confidence.  Keep people 
up-to-date.  (p. 2-31) 
•  Clear, visible motives.  Keep your intentions and motives “up front” and 
follow through on them.  Coworkers need to know “where you are coming 
from.”  Conversely, disguising your thoughts, motives and feelings will 
send the trust spiral downward.  (p. 2-32) 
•  A pattern for trust.  One of the best ways to communicate trust and 
cooperation is through a pattern of Expectation, Intention, and Results 
(E.I.R.).  Key situations such as performance evaluations, delegation and 
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training situations are opportune times to use this pattern . . . The E.I.R. 
pattern incorporates many trust-building techniques.  Communication is 
clear and direct, motives are visible, and support is offered.  (p. 2-32) 
 It is clear from research done that trust is a critical element in a high performing 
people-centered organization. 
Without a climate of trust, the chances of people fulfilling personal growth 
and benefiting the organization seem unlikely.  Trust keeps 
communication effective and information flowing.  It allows real problems 
to be confronted and valuable opportunities to be maximized.  Truly, trust 
stimulates high productivity.  (Krueger and Wilde, 1982, p. 2-32) 
Empowerment and Ownership 
 “A sense of ownership is a function of three things: 1) employee information 
about how the company operates; 2) employee influence over their work; and 3) a 
financial stake in the business.”  (Gubman, 1998, p. 197)   
Information sharing is key to the building of a high performance people-centered 
culture.  Pfeffer (1994) continues with this discussion by stating, “If people are to be a 
source of competitive advantage, clearly they must have the information necessary to do 
what is required to be successful.”  (p. 41)  “Sharing information is necessary 
precondition to another important feature found in many successful work systems: 
encouraging the decentralization of decision making and broader worker participation, 
and empowerment in controlling their own work process.”  (p. 41) 
Allowing employees to have influence over the work they do will give them a 
greater sense of autonomy and ownership.   
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Autonomy works best when it is coupled—as it is in many, although not 
all, of these cases—with rewards for the increased performance that 
autonomy can bring as well as training in the skills necessary to take true 
responsibility for one’s own work process. (Pfeffer, 1994, p. 43) 
 Finally, if an employee has a financial stake in the organization, it has been 
proven that productivity will be affected.  “This ownership takes many forms, including 
ESOPs, stock bonuses, investment options in 401(k) plans, stock options, and stock 
purchase plans.”  (Gubman, 1998, p. 197) 
Employee ownership offers tow advantages.  Employees who have 
ownership interests in the organizations for which they work have less 
conflict between capital and labor—to some degree they are both capital 
and labor.  Employee ownership, effectively implemented, can align the 
interests of employees with those of shareholders by making employees 
shareholders, too.  Second, employee ownership puts stock in the hands of 
people, employees, who are more inclined to take a long-term view of the 
organization, its strategy, and its investment policies and less likely to 
support hostile takeovers, leveraged buyouts, and other financial 
maneuvers.  (Pfeffer, 1994, p. 38) 
Culture Assessment Instruments 
 To determine the current condition of an organization, it is important to have a 
variety of instruments to measure the culture.  Each of the following assessment 
instruments can be seen in their entirety in Appendix A.   
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Climate Assessment—Company A 
 This Climate Assessment instrument was developed and utilized within a 
beverage manufacturer (Company A).   The instrument presented is only a copy of 
questions asked, excluding demographics.  Individuals participating in this assessment 
were from Human Resources, Corporate, and various company-wide plants.  Also, 
participants were all in management. 
The Values & Attitude Quiz—Lebow and Simon 
 This quiz was developed to evaluate employee attitudes toward their work 
environment and their satisfaction with that environment.  The potion of the quiz shown 
is only a small part of a larger evaluation study by Lebow and Company.  
People Centered Culture Survey—University of Wisconsin-Stout 
 This survey was developed to give an accurate assessment of an organization’s 
culture.  An organization may give this survey to each one of its members or a cross-
section.  The results are then complied and plotted on the People Centered Culture 
Profile.  This survey was developed by Dr. Charles Krueger.  Dr. Krueger is the chair of 
the People Process Culture Team.    
Corporate Questionnaire—Goffee and Jones 
 This questionnaire will suggest a culture for an organization.  It will determine the 
sociability and solidarity of an organization.  Sociability and solidarity can produce both 
positive and negative effects on an organization, depending on their levels. 
Summary 
 Each one of the areas reviewed in this chapter have been discovered to have an 
impact on an organization’s ability to have a high performance people centered culture.  
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The following chapter will describe the methodology of the survey instrument developed 
for this study. 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
   
 
54
Chapter III 
 
RESEARCH METHODS 
 
Introduction 
 
 This chapter describes the development of the instrument, the population and 
sample(s), and the implementation of the research.  Each area will give more detail on the 
research methods used for this study. 
Research Design 
 The type of research design being used for this study will be a descriptive study.  
The descriptive design allowed the researcher to formulate the development of a survey 
and begin to delineate the eventual scope and sequence of subsequent studies. 
 Since the researcher was developing the survey to study the opinions of 
organizational leaders, it was logical for this design to be applied.  The descriptive study 
is used in learning the who, what, when, where and how of a topic.  The end result of the 
design used is a possible tool that can be used by organizational leaders to build or 
improve their high-performing organizational cultures. 
 There are two phases to this study.  Phase I was the development and research of 
the pilot survey.  Phase II will be the further development and validation of the 
previously developed survey.  This study outlines Phase I and Phase II. 
Population and Sample 
Population 
 The population for Phase I of II, embodied the following characteristics: 
1. Students enrolled in the INMGT-416/616-01 People Process 
Organization Cultures course at the University of Wisconsin-Stout.  
2. Executives at the Phillips Plastics Corporation.   
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The eventual population used for Phase II of the study will embody the following 
characteristics: 
1. Limited to Minnesota and Wisconsin, within a 100-mile radius of 
Menomonie, WI; 
2. Only organizations that have a return on equity of 10% for 5 years 
or return to shareholders of 10% for 5 years or positive return 
and/or growth of 15% over 5 years; 
3. Only presidents, chief executive officers, chief financial officers 
and chief operating officers will be allowed to respond; 
4. The organizations must also have stated espoused core values for 
their culture. 
The size (N) of the population will be determined by research of organizations.  
The researcher may be using the entire population as the sample, if the number in the 
population is small enough. 
 The population relates to the purpose of the study because they are the individuals 
that have the most influence and power over the organization’s culture.   
Sample(s) 
 For Phase II, there may or may not be a need to sample, depending on the 
population size found.  The sample, if conducted, will be a random sample.  The 
researcher is unaware at this time as to the size of the sample.  The size of the sampling 
error will be .10 to .05.  The characteristics of the sample to the population will be the 
same.  The criteria of the population are very strict. 
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Implementation 
 The basis of the research design was a combination of terms from the People 
Centered Organization Culture Bull’s Eye Model (Figure 1.1, p. 3), the Organizational 
Culture Model (Figure 1.2, p. 4) and areas covered in the review of literature.  These 
terms represent components of organizational culture.  Some terms were chosen at 
random and some were chosen because of researcher knowledge of the importance of the 
term, in relation to organizational culture.  The terms chosen from the People Centered 
Organization Culture Bull’s Eye Model were taken from the first four rings of the bull’s 
eye.  No terms were taken from the outer most layer because those terms are perceived 
results of “good” organizational culture.  There was overlap when choosing terms 
because of the similarity between the two models and the literature review.  
 The researcher discussed each term at length with Dr. Charles Krueger and 
consulted experts through the review of literature.  Dr. Krueger provided validation for 
each term selected and made any modification deemed necessary.  Because some of the 
terms are not widely known or discussed Dr. Krueger suggested the researcher define 
each term used.  A total of 17 terms were chosen. Those terms were: alignment, big 
goals, celebrations, core values, facilities, financial rewards, information sharing, 
language, leadership practices, measures, recognition rewards, rituals, selection 
processes, status reduction, stories, symbols, and training.  Through research, it was 
discovered that there are four specific terms that significantly impacts an organization’s 
culture.  Those terms are alignment, big goals, core values, and leadership practices. 
The researcher and Dr. Krueger decided to use a forced ranking instrument.  The 
ranking was 1=Most Important variable in establishing and sustaining a high performing 
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people centered culture through 4=Least Important.  By doing so, the forced ranking will 
show the researcher what areas should be focused on.  The researcher suggested the use 
of variance analysis and a split T study for Phase II of this study.  The forced ranking 
instrument is comprised of 17 questions.  Each question has four terms, including one of 
the four specific terms discussed before.   The following is an example of how the 
questions were laid out: 
1. A ____ Alignment B ____ Celebrations C ____ Facilities D ____Rituals 
 
The number of times each term was used is as follows: 
  • Alignment, Big Goals, Core Values, and Leadership Practices – 5 
• Facilities, Financial Rewards, Information Sharing, Language, 
Measures, Recognition Rewards, Rituals, Status Reduction, and Training – 
4 
• Celebrations, Selection Processes, Stories, and Symbols – 3 
Below is Phase I and II of the research design:  
 
 
 
 
 
 
 
 
 
Design Survey 
Review of 
Literature 
Validate Survey 
Experts and 
practitioners will 
be validating this 
survey. 
Phase I 
Pilot Survey 
Phase II 
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 Based on results, suggestions, and feedback, Phase II of this research study 
modifications will be made. The criterion that has been established for the second 
population is crucial for the further reliability and validation of the study.   No 
modifications to the population should be made without the consultation of Dr. 
Charles Krueger. 
Limitations and Assumptions 
The limitations of the study were funding, time constraints, and lack of research 
in the area of organizational culture. 
The assumption of the study was that the respondents were answering the survey 
in an objective manner. 
 
Conduct Survey
Follow up 
of non-
respondents 
Organize and Collect 
Data 
Draw Conclusions 
Recommendations 
Phase II 
ContinuedModify Survey 
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Summary 
 This chapter discussed the research methods used for Phase I of this study, 
including research design, population, sample(s), and instrumentation.  The following 
chapter will provide the results and discussion of Phase I and outline basic steps for 
Phase II. 
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Chapter IV 
 
DISCUSSION AND RESULTS  
 
 This chapter discusses the study groups, how the survey was presented to the 
study groups, and the results from the survey. 
Discussion 
 The researcher, with the assistance of Dr. Charles Krueger, drafted a forced 
ranking instrument on terms that are associated with establishing and sustaining a high 
performing people centered culture.  The terms were chosen based on their significance 
in the literature review, the Organizational Culture Model and the People Centered 
Organization Culture Bull’s Eye Model. 
 The terms selected were as follows: 
  • Alignment  • Big Goals  • Celebrations 
  • Core Values  • Facilities   • Financial Rewards 
  • Information   • Language  • Leadership Practices 
   Sharing  
   
• Measures  • Recognition   •Rituals 
   Rewards 
 
  • Selection Processes • Status Reduction • Stories 
  •Symbols  • Training 
 Each term was defined through the review of literature and collaboration with Dr. 
Krueger.  The research instrument, along with term definitions can be found in Appendix 
B. 
 As stated previously, the pilot study conducted is phase one of two.  The 
circumstances surrounding subjects completing the Phase I of this study were as follows: 
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• Eight students enrolled in the INMGT-416/616-01 People Process 
Organization Cultures course at the University of Wisconsin-Stout.  The 
class taught by Dr. Krueger met from 3:35-5:35 p.m. in room 106 of the 
Communication Technologies Building, on Tuesdays for the spring 2000 
semester.  The class was comprised of both undergraduate and graduate 
students.  This class was chosen to complete the pilot study based on the 
content of the coursework and the convenience of the class being held on 
the university campus. 
• Five executives at the Phillips Plastics Corporation.  These individuals 
met with Dr. Krueger on Thursday, May 4, 2000 at the Phillips Plastics 
Operations Center, located in Eau Claire, WI.  The executives were chosen 
because of their proven record with the development of the high 
performing people centered culture at Phillips Plastics. 
 Each subject was given an oral description by either the researcher or Dr. Krueger 
about the researcher’s background and the background of the research being conducted.  
The subject was then given brief instructions on how to complete the survey.  If the 
subjects had any questions, the researcher or Dr. Krueger was present to answer them. 
 When the survey was given to students enrolled in the course at the University of 
Wisconsin-Stout, the researcher and Dr. Krueger were present.  Dr. Krueger discussed 
various areas pertaining to the course and then allowed the researcher to discuss the 
background of the research.  The researcher then gave instructions about the completion 
of the survey.  Upon completing the survey, the researcher collected the survey from each 
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subject.  The eight subjects took an average of 10 minutes to complete survey.  Eight 
completed surveys were returned.  Suggestions were given to the researcher. 
 When the survey was given to the five executives at Phillips Plastics Corporation, 
Dr. Krueger was present and the researcher was not.  There was an executive meeting 
prior to the meeting between the executives and Dr. Krueger, in which two of the five 
executives attended.  The remaining three executives joined the other two and met with 
Dr. Krueger to discuss the Leadership Academy at the University of Wisconsin-Stout, 
Investors in People (UK) and its potential impact on the Wisconsin Workforce Initiative, 
and finally, this pilot study.  Dr. Krueger’s instructions to the executives regarding this 
study were to complete it and offer any suggestions as to its improvement.   Four of the 
five executives present returned the survey.  No suggestions were offered for 
improvements to the study. 
Results of the Study 
 This portion of the chapter will discuss the findings of the study.  The researcher 
broke the results down into three categories.  The first category to be discussed will be 
the results from the students.  The second category will be the results from the 
executives.  The third and final category will be the combination of the students and the 
executives. 
 The researcher used Microsoft Excel as an analysis tool.  The complete results 
of the three categories can be seen in Appendix C.  The analysis tool was designed to 
model the survey instrument.  The responses given by subjects were averaged on a scale 
of 1.00 to 4.00. 
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Students Results 
 The following table presents the ranked averages for each item in each set of four 
items.  The highest ranked item has the lowest average and is typed in bold face, on a 
scale of 1.00 - 4.00: 
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1.75 2.625 3 2.75 
     
2 Information 
Sharing 
Core Values Language Recognition 
Rewards 
Avg. 2 1.375 3.125 3.5 
     
3 Financial 
Rewards 
Status Reduction Big Goals  Training 
Avg. 2.75 2.875 2 2.375 
     
4 Selection 
Processes 
Recognition 
Rewards 
Symbols Leadership 
Practices 
Avg. 2.125 2.5 3.875 1.5 
     
5 Stories Big Goals Language Measures 
Avg. 3.5 1.25 2.75 2.5 
     
6 Training  Information 
Sharing 
Selection 
Processes 
Alignment 
Avg. 2.375 2.25 3 2.125 
     
7 Leadership 
Practices 
Celebrations Measures Financial 
Rewards 
Avg. 1.875 2.75 3 2.375 
     
8 Measures Status Reduction Core Values Facilities 
Avg. 3.125 2.25 1.25 3.375 
     
9 Big Goals Rituals Symbols Information 
Sharing 
Avg. 1.625 2.875 3.625 1.875 
     
     
  Table 4.1 - Student Results  
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10 Stories Financial 
Rewards 
Status Reduction Alignment 
Avg. 3.5 2.5 2.125 1.875 
     
11 Celebrations Symbols Financial 
Rewards 
Core Values 
Avg. 2.75 3.625 2.25 1.25 
     
12 Leadership 
Practices 
Facilities Language Status Reduction
Avg. 1.25 3.125 3.25 2.375 
     
13 Measures Language Recognition 
Rewards 
Alignment 
Avg. 2.875 3 2.25 1.875 
     
14 Facilities Selection 
Processes 
Big Goals  Recognition 
Rewards 
Avg. 3.375 2.125 1.625 2.875 
     
15 Rituals Core Values Stories Training 
Avg. 3.5 1 3.25 2.25 
     
16 Information 
Sharing 
Rituals Training Leadership 
Practices 
Avg. 2 3.875 2.875 1.25 
     
17 Alignment Core Values Leadership 
Practices 
Big Goals 
Avg. 3 1.5 2.875 2.625 
Table 4.1 – Student Results cont. 
The table below displays the 17 items in the order they were presented on the 
survey and the total average that item received:   
 
 Terms: 
Total 
Average: 
# of times used: 
Alignment 2.125 5 
Big Goals 1.825 5 
Celebrations 2.708 3 
Core Values 1.275 5 
Facilities 3.219 4 
 Table 4.2 - Overall Student Averages 
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Information Sharing 2.031 4 
Language 3.031 4 
Leadership Practices 1.750 5 
Measures 2.875 4 
Financial Rewards 2.469 4 
Recognition Rewards 2.781 4 
Rituals 3.25 4 
Selection Processes 2.417 3 
Status Reduction 2.406 4 
Stories 3.417 3 
Symbols 3.708 3 
Training 2.469 4 
Table 4.2 – Overall Student Averages cont. 
The overall average of each item was obtained by averaging the total averages of those 
terms and dividing by the number of times the term was used.   
 Results showed that core values within an organization were most important to 
the students.  Core values, as discussed in Chapter II, play a key role in the events and 
decisions made within an organization.  Leadership practices (see Appendix B) were 
close behind.  Leadership practices can include motivation, leadership theories, and 
coaching of employees. 
However, information sharing also proved to be a significant response, by having 
an overall rating of 2.03/4.00.  The lowest response to a term used four times was rituals, 
with an overall rating of 3.25/4.00.  These results were obtained by averaging the total 
averages of those terms and dividing by the number of times the term was used.  A 
problem with the pilot survey may be that not every term was used the same number of 
times.  Also, the terms were not compared against other terms with similar meaning 
within an organization’s culture. Feedback given by students will be further outlined in 
the recommendations of Chapter V. 
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Overall results indicate that there may have been variation between responses 
given by the students.  Some of the researcher’s initial assumptions about the probable 
ranking of core values, alignment, big goals, and leadership practices were validated. 
Executives Results 
The following table presents the ranked averages for each item in each set of four 
items.  The highest ranked item has the lowest average and is typed in bold face, on a 
scale of 1.00 - 4.00: 
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1 3.25 3 2.75 
     
2 Information 
Sharing 
Core Values Language Recognition 
Rewards 
Avg. 2 1 3.25 3.75 
     
3 Financial 
Rewards 
Status Reduction Big Goals  Training 
Avg. 3.75 2.75 1.75 1.75 
     
4 Selection 
Processes 
Recognition 
Rewards 
Symbols Leadership 
Practices 
Avg. 2 3.75 3.25 1 
     
5 Stories Big Goals Language Measures 
Avg. 3 2 3.5 1.5 
     
6 Training  Information 
Sharing 
Selection 
Processes 
Alignment 
Avg. 3.5 2.25 3.25 1 
     
7 Leadership 
Practices 
Celebrations Measures Financial 
Rewards 
Avg. 1 3.5 2 3.5 
     
  Table 4.3 - Executives Results  
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8 Measures Status Reduction Core Values Facilities 
Avg. 2.5 3.25 1 3.25 
     
9 Big Goals Rituals Symbols Information 
Sharing 
Avg. 2.5 2.75 2.75 2 
     
10 Stories Financial 
Rewards 
Status Reduction Alignment 
Avg. 3 2.75 3.25 1 
     
11 Celebrations Symbols Financial 
Rewards 
Core Values 
Avg. 2.25 3 3.5 1.25 
     
12 Leadership 
Practices 
Facilities Language Status Reduction
Avg. 1 3.25 2.75 3 
     
13 Measures Language Recognition 
Rewards 
Alignment 
Avg. 2 3.25 3.75 1 
14 Facilities Selection 
Processes 
Big Goals  Recognition 
Rewards 
Avg. 3.25 1.75 1.75 3.25 
     
15 Rituals Core Values Stories Training 
Avg. 2.75 1.75 3.25 2.25 
     
16 Information 
Sharing 
Rituals Training Leadership 
Practices 
Avg. 2.25 3.75 3 1 
     
17 Alignment Core Values Leadership 
Practices 
Big Goals 
Avg. 2.75 1.75 2.25 3.25 
Table 4.3 – Executives Results cont.  
The table below displays the 17 items in the order they were presented on the 
survey and the total average that item received: 
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Terms: Total 
Average: 
# of times used: 
Alignment 1.350 5 
Big Goals 2.250 5 
Celebrations 3.000 3 
Core Values 1.350 5 
Facilities 3.188 4 
Financial Rewards 3.375 4 
Information Sharing 2.125 4 
Language 3.188 4 
Leadership Practices 1.25 5 
Measures 2 4 
Recognition Rewards 3.625 4 
Rituals 3 4 
Selection Processes 2.333 3 
Status Reduction 3.063 4 
Stories 3.083 3 
Symbols 3.000 3 
Training 2.625 4 
Table 4.4 – Overall Executives Averages 
The overall average of each item was obtained by averaging the total averages of those 
terms and dividing by the number of times the term was used. 
 These results showed a tie between alignment and core values.  Alignment (see 
Appendix B) is the linking of important elements of a business.  In a high performing 
people centered culture, alignment of business elements assists the organization to stay 
competitive by allowing the elements to work towards common goals.   
 The results also showed that leadership practices ranked number one, among 
executives compared to the ranking of second overall from students. 
 There were significant differences in the responses, as compared with the 
responses by students.  Each of these examples were taken from the survey results as seen 
in Appendix C.   
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The first example is that in item three where there is a tie between big goals and 
training.  Each has a value of 1.75, which may indicate that there may not be enough 
significant difference between the two.  Also, there is 1.00 and 2.00 difference between 
those two terms, status reduction and financial rewards, respectively.  Conversely, that 
may prove to be a significant difference between the terms. 
 The second example is that in item five, the anticipated response for this question 
was big goals, however, measures out ranked it by .50.  This was the first of two 
instances in which big goals was out ranked by the supporting terms.  This may be an 
indication that the definition of big goals was lacking or that big goals may not have as 
significant of an impact on organizational culture, as anticipated. 
 A third example is that of item eight.  Core values appears to be differentiated 
from the other three responses.  However, when looking at the values given to status 
reduction and facilities, they are the same, 3.25.  There may have been several reasons 
behind these types of results: including lack of clearly explained definitions, number of 
subjects completing the survey, and lack of complete statistical analysis. 
 The fourth example is that in item nine where there was very little distinction 
between the terms of this question.  In fact, two terms, rituals and symbols have the same 
point value.  This was the second incident where big goals was out ranked by a 
supporting term.  This time, the supporting term was information sharing. 
 The fifth and final example is in question 14.  Selection processes and big goals 
have the exact same value, 1.75.  By the same token, facilities and recognition rewards 
have the same value, 3.25.  There is a difference of 2.50 between the sets of terms.  It was 
unclear as to the reasons behind these types of results.   
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 The executives gave no feedback for improvements to the survey or research 
areas. 
Overall results indicate that there may not be variation between responses given 
by the executives.  Some of the researcher’s initial assumptions about the probable 
ranking of alignment, core values, big goals, and leadership practices were not validated. 
Combined Results 
 The following table presents the ranked averages for each item in each set of four 
items.  The highest ranked item has the lowest average and is typed in bold face, on a 
scale of 1.00 - 4.00: 
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1.50 2.75 3 2.75 
     
2 Information 
Sharing 
Core Values Language Recognition 
Rewards 
Avg. 2.00 1.25 3.17 3.58 
     
3 Financial 
Rewards 
Status 
Reduction 
Big Goals  Training 
Avg. 3.08 2.83 1.92 2.17 
     
4 Selection 
Processes 
Recognition 
Rewards 
Symbols Leadership 
Practices 
Avg. 2.08 2.92 3.67 1.33 
     
5 Stories Big Goals Language Measures 
Avg. 3.33 1.50 3.00 2.17 
     
6 Training  Information 
Sharing 
Selection 
Processes 
Alignment 
Avg. 2.75 2.25 3.08 1.75 
     
  Table 4.5 - Combined Results  
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7 Leadership 
Practices 
Celebrations Measures Financial 
Rewards 
Avg. 1.58 3.00 2.67 2.75 
    
8 Measures Status 
Reduction 
Core Values Facilities 
Avg. 2.92 2.58 1.17 3.33 
     
9 Big Goals Rituals Symbols Information 
Sharing 
Avg. 1.92 2.83 3.33 1.92 
     
10 Stories Financial 
Rewards 
Status Reduction Alignment 
Avg. 3.33 2.58 2.50 1.58 
     
11 Celebrations Symbols Financial 
Rewards 
Core Values 
Avg. 2.58 3.42 2.67 1.25 
     
12 Leadership 
Practices 
Facilities Language Status Reduction
Avg. 1.17 3.17 3.08 2.58 
     
13 Measures Language Recognition 
Rewards 
Alignment 
Avg. 2.58 3.08 2.75 1.58 
14 Facilities Selection 
Processes 
Big Goals  Recognition 
Rewards 
Avg. 3.33 2.00 1.67 3.00 
     
15 Rituals Core Values Stories Training 
Avg. 3.25 1.25 3.25 2.25 
     
16 Information 
Sharing 
Rituals Training Leadership 
Practices 
Avg. 2.08 3.83 2.92 1.17 
     
17 Alignment Core Values Leadership 
Practices 
Big Goals 
Avg. 2.92 1.58 2.67 2.83 
  Table 4.5 - Combined Results 
cont. 
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 The only interesting result in the combination of students and executives is in 
question nine.  It can be seen that big goals and information sharing had the same point 
value.  This could mean that information sharing is an important variable in 
organizational culture and should be mentioned more in the survey.   
 The student group and the executive group had the similar values for the 
following terms: 
  • Question 1:    
Facilities  
Rituals  
  • Question 2:  
Information Sharing  
  • Question 6:  
Information Sharing  
  • Question 11:  
   Core Values  
  • Question 15: 
   Stories  
   Training  
The similarities between responses pertaining to information sharing, as stated earlier, 
proved that it might have a more significant impact on organizational culture that 
previously anticipated. 
The table below displays the 17 items in the order they were presented on the 
survey and the total average that item received:    
Terms: Total 
Average: 
# of times used: 
Alignment 1.866 5 
Big Goals 1.968 5 
 Table 4.6 - Overall Combined Averages 
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Celebrations 2.777 3 
Core Values 1.300 5 
Facilities 3.208 4 
Financial Rewards 2.770 4 
Information Sharing 2.063 4 
Language 3.083 4 
Leadership Practices 1.584 5 
Measures 2.585 4 
Recognition Rewards 3.063 4 
Rituals 3.165 4 
Selection Processes 2.387 3 
Status Reduction 2.623 4 
Stories 3.303 3 
Symbols 3.473 3 
Training 2.523 4 
Table 4.6 – Overall Combined Averages cont. 
The overall average of each item was obtained by averaging the total averages of those 
terms and dividing by the number of times the term was used. 
 Overall results indicate that there may not be variation between responses given 
by the students and executives. Some of the researcher’s initial assumptions about the 
probable ranking of alignment, core values, big goals, and leadership practices were not 
validated. 
Summary 
 This chapter reviewed the research findings of Phase I or the pilot survey of this 
study.  The findings discussed similarities and differences of students, executives, and the 
combination of students and executives results.  The following chapter will discuss 
conclusions and recommendations based on the research findings. 
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Chapter V 
CONCLUSIONS AND RECOMMENDATIONS  
 
Introduction 
 
 The literature review in Chapter II offered several areas that may have an impact 
on an organization’s culture.  Such areas include planning and performance, strategic 
planning, corporate cults, unions, and trust.  The areas suggested, along with terms from 
the Organizational Culture Model and the People Centered Organization Culture Bull’s 
Eye Model, provided significant reasoning for the development of a forced ranking 
instrument.  This chapter describes conclusions drawn from research findings, and 
outlines recommendations to improve the research instrument.  This chapter will also 
provide recommendations regarding the forthcoming research of Phase II. 
Conclusions 
 The purpose of this study was to develop an instrument that will help determine 
what leaders think are the most important variables in establishing and sustaining a high 
performing people centered culture.  Based on the review of literature and response from 
pilot study groups, the survey instrument does have the potential to assess the importance 
of the key variables of organizational culture.   
 The research objectives for this study were as follows:  
1. Determine leaders perceptions of the importance of variables in 
organizational culture, 
2.  Determine the importance of the relationship between the espoused 
values and leadership variables of alignment and status reduction. 
Through the review of literature and research results, the researcher was able to 
determine that several variables associated with organizational culture are probably 
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perceived as more important than others.  More research should be completed to further 
validate the findings of this study and to further determine leaders perceptions of the 
importance of those variables.   
 There was no clear definition as to the depth of the relationship between espoused 
values and the leadership values of alignment and status reduction.  However, it was 
established that there is a potential relationship between the two sets of values.  Further 
research and statistical tests could indicate the significance and depth of these two set of 
values and their relationship to organizational culture. 
 Based on the research findings, the purpose and objectives for this study were 
achieved. 
Recommendations for Phase II 
 Based on research findings, there are several recommendations for Phase II of this 
study.   
 One recommendation is to assemble a panel of experts in the fields of 
organizational culture and organizational development to discuss the survey instrument 
and accompanying definitions.  Suggestions recommended by the panel will be taken into 
consideration and improvements to the instrument will be made.  It would also assist the 
further development of the study to have this panel suggest a way in which a specific 
weight could be attached to each term and then compared to like-weighted terms.  This 
would allow for further distinction between terms, and significance could be increased.  
 Another recommendation is twofold and pertains to the survey instrument.  First, 
increase the number of terms used to present all variables the same number of times.  In 
the pilot survey, some terms were only used three times, instead of four, which may have 
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altered the results.  The second is to lay out the survey in book format, three pages.  The 
first page would describe the survey and give directions as to the completion.  The 
reverse side of the first page (second page) would show the definitions.  This would allow 
the subject to easily go back and forth between the instrument and definition of the terms.  
And finally, the last page (third page) would show the actually survey instrument.  More 
spacing between lines (questions) was a suggestion made by the students.  
A final recommendation is to make the refined instrument available to the public 
via the Internet.  Doing so would allow for increased access to such tools for leaders and 
executives to assess organizational culture. 
 As stated in the conclusions section, it is necessary to continue with the research 
in the area of variables associated with this study.  Research findings from continued 
study will allow for executives of organizations to be more informed of necessary areas 
that would assist in establishing or maintaining a competitive advantage in the 
organization’s industry.  Chapter II described several areas that support the need to 
continue research.  Organizational performance is a widely discussed area because of its 
effects on many individuals.  For example, the way in which an organization performs 
(financially speaking), will determine how employees are paid, how leaders are paid, how 
shareholders are paid, and if the company will survive into the next year.  If that 
organization provides a culture that is supportive of its people, there is a greater chance of 
higher organizational performance.   
Another need for continuing the research is that it could reinforce and validate the 
Organizational Culture Model and the People Centered Organization Culture Bull’s Eye 
Model, as discussed in Chapter I.  When looking at the People Centered Organization 
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Culture Bull’s Eye Model, terms, with the exception of those located outside of the bull’s 
eye and those located at the very center of the bull’s eye, have been placed there with 
some indication as to their overall significance.  In continuing research, those terms could 
be located more accurately according to their importance and influence on organizational 
culture.  These models could then be distributed to practitioners to provide guidance and 
direction for a high performing people centered culture. 
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Climate Assessment—Company A (image scanned from hard copy) 
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The Values & Attitude Quiz—Lebow and Simon, 1997, p. 14-16 (image scanned from 
hard copy) 
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People Centered Culture Survey—University of Wisconsin-Stout 
 
People Centered Culture Survey 
 
 
Developed by Charles Krueger, Ph.D. 
People Process Chair, University of Wisconsin – Stout 
Menomonie, Wisconsin 
 
 
DESCRIPTION:  
 
 
  
 
 
DIRECTIONS: 
 
 
• Read each of the items carefully.  Decide to what extent you believe each statement 
is true of your organization today.  
• Rate each statement on a scale of  1 - 9 
• Circle the number that best describes your organization as it 
exists today. 
     
1 = describes a characteristic that in no way describes  
      our organization. 
3 = is rarely true for our organization. 
5 = is sometimes true for our organization. 
7 = is usually true for our organization. 
9 = is always true for our organization. 
             0 = I do not know 
  
 
 
  
 
DEFINITIONS: 
 
The word management in the statements refers to the management above  
the line supervisor or team leader.  
 
 
 
The People Centered Culture Survey is designed to help 
you assess your organization’s People Centered Culture. 
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   NOT                     RARELY               SOMETIMES             USUALLY     ALWAYS      DO NOT  
   TRUE                     TRUE             TRUE                  TRUE                       TRUE           KNOW 
                
       1               2               3               4               5               6               7               8               9                     0 
  
1. There is a high level of trust among 
      everyone. 
 
2. People in our organization mutually 
     respect each other. 
 
3. All people readily help others get their 
work done, so everyone can achieve 
more. 
 
4. People in our organization are proactive 
      and quickly adapt to change. 
 
5. Leadership at all levels consistently walks 
the talk (practices what it preaches). 
 
6. People here believe that they have long-
term job security. 
  
7. Our facilities are comfortable and  
     promote open communication. 
 
8. Management follows through on its 
     commitments. 
 
 
9. Our organization has 1-5 clear people 
based values or principles. 
 
10. People understand the key business  
     goals of our company. 
 
11. People in our organization have a sense  
     of urgency about the need to deliver  
     quality and service. 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
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                 NEVER                   RARELY               SOMETIMES              USUALLY              ALWAYS      DO NOT 
                 TRUE                       TRUE              TRUE                    TRUE                       TRUE           KNOW 
 
                     1               2               3               4               5                6              7               8               9                   0 
 
12. Our managers demonstrate integrity. 
 
13. In our organization there is a small 
difference in status between the top 
position and an entry-level position.  
 
14. The maintenance of our facility helps us 
deliver quality products and service to 
our external customers. 
 
15. The values or beliefs in our workplace 
      promote trust. 
 
16. Most people in our organization believe 
     that all people who work here are 
     important. 
 
17. Some values or beliefs in our workplace 
emphasize serving the customer. 
 
18. People in our organization learn rapidly 
and share key learnings. 
 
19. Management believes that our people  
      can compete with anyone. 
 
20. Our organization has an outstanding 
      selection process for new hires. 
 
21. Our work environment promotes 
      teamwork and cooperation with the 
      external customer. 
 
22. People are not afraid to share their 
ideas, fears and concerns. 
 
23. We have some “big” and straightforward 
goals about the future state of our 
organization. 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
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             NOT                    RARELY               SOMETIMES               USUALLY            ALWAYS      DO NOT 
            TRUE               TRUE                     TRUE            TRUE                       TRUE         KNOW 
               1               2               3               4               5               6               7               8               9                  0 
 
24. The values or beliefs in our workplace     
promote quality work. 
 
25. People at all levels are encouraged to 
take risks. 
 
26. Our managers know the names of many 
employees. 
 
27. People in our organization receive above 
average wages and benefits as well as 
bonuses or a share of the profits. 
 
28. Our organization shares all important 
business information including profit and 
loss statements with all employees. 
 
29. People are not afraid to disagree with 
anyone. 
 
30. Most people in our organization 
understand and believe in our core 
values, principles or beliefs. 
 
31. People have a good understanding about 
their future role in the organization. 
 
32. The rewards for trying to solve problems 
are greater than the risks of doing so. 
 
33. Leaders consistently hold themselves 
and others accountable to the core 
values. 
 
34.  Our organization provides significant 
resources that allow our people to 
continuously learn. 
 
35. The way our organization is structured 
promotes teamwork. 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
 
1         2         3         4         5         6         7         8         9         0 
 
 
 
 
1         2         3         4         5         6         7         8         9         0 
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Please write any additional comments below pertaining to the culture of your 
organization or any of the items on this survey. 
 
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
________________________________________________________________
____________________ 
 
 
 
 
 
 
 
Please fill out the information sheet on the next page. 
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Personal/Company Information Sheet 
 
This information will be used for our research only. 
 The answers will remain confidential and will not be used to identify individuals. 
 
Please check the answer that best describes you/your organization. 
Age 
___  1.  under 20 
___  2.  20-29 
___  3.  30-39 
___  4.  40-49 
___  5.  50-59 
___  6.  60 or over 
 
Gender 
___  1.  Female 
___  2.  Male 
 
Position in the Organization 
___  1.  Line worker/technician 
___  2.  Supervise line workers 
___  3.  Middle management 
___  4.  Upper management 
___  5.  Executive/vice president 
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___  6.  President/CEO 
___  7.  Owner 
___  8.  Support personnel 
___  9.  Other 
 
Department 
___  1.  Administration 
___  2.  Engineering 
___  3.  Production/manufacturing 
___  4.  Research and development 
___  5.  Finance/accounting 
___  6.  Human resources 
___  7.  Sales/marketing 
___  8.  Professional staff 
___  9.  Support staff 
___  10. Purchasing 
___  11. Information technology/services 
___  12. Other
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Years Employed 
___  1.  Less than 6 months 
___  2.   6 mos. – 1 year 
___  3.   2  -  5 years 
___  4.   6 – 10 years 
___  5.   11 – 15 years 
 ___  6.   more than 15 
 
Compared to other organizations that are similar to yours (your 
competitors), how would you assess the overall performance of your 
organization? 
 
___  1.  Below average 
___  2.  Average 
___  3.  Above average 
___  4.  High  
___  5.  Do not know 
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Corporate Questionnaire—Goffee and Jones, 1998, p. 54-56  (image scanned from 
hard copy) 
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Elements in Establishing and Sustaining a High Performing People Centered Culture – 
Pilot Survey 
 
Purpose: The purpose of this study is to discover the important elements in establishing and sustaining 
a high performing people centered culture.  As a leader of a high performing people centered 
organization, you are able to offer insight that will help to determine the main elements of a 
high performing people centered culture. 
 
Directions: There is no particular order for the terms.  A definition for each term can be found on the 
attached page.  Please rank the following terms in order of importance, from 1=most 
important to 4=least important.    
 
 
1. A ____ Alignment B ____ Celebrations C ____ Facilities D ____Rituals 
 
2. A ____ Information 
Sharing 
B ____ Core Values C ____ Language D ____Recognition    
Rewards 
3. A ____ Financial 
Rewards 
B ____ Status Reduction C ____ Big Goals D ____Training 
 
4. A ____ Selection 
Processes 
B ____ Recognition 
Rewards 
C ____ Symbols D ____Leadership 
Practices 
5. A ____ Stories B ____ Big Goals C ____ Language D ____Measures 
 
6. A ____ Training B ____ Information 
Sharing 
C ____ Selection 
Processes 
D ____Alignment 
 
7. A ____ Leadership 
Practices 
B ____ Celebrations C ____ Measures D ____Financial 
Rewards 
8. A ____ Measures B ____ Status Reduction C ____ Core Values D ____Facilities 
 
9. A ____ Big Goals B ____ Rituals  C ____ Symbols D ____Information 
Sharing 
10. A ____ Stories B ____ Financial 
Rewards 
C ____ Status Reduction D ____Alignment 
11. A ____ Celebrations B ____ Symbols C ____ Financial 
Rewards 
D ____Core Values 
12. A ____ Leadership 
Practices 
B ____ Facilities C ____ Language D ____Status 
Reduction 
13. A ____ Measures B ____ Language C ____ Recognition 
Rewards 
D ____Alignment 
14. A ____ Facilities B ____ Selection 
Processes 
C ____ Big Goals D ____Recognition 
Rewards 
15. A ____ Rituals B ____ Core Values C ____ Stories D ____Training 
 
16. A ____ Information 
Sharing 
B ____ Rituals C ____ Training D ____Leadership 
Practices 
17. A ____ Alignment B ____ Core Values C ____ Leadership 
Practices 
D ____ Big Goals 
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Definitions: The following is a list of definitions for the terms. 
 
Alignment – Tight alignment with many if not all practices and systems to the core values of an organization. 
 
Big Goals – Huge established goals that are compelling and exciting for an organization.  (ex., 20  percent 
return on equity, and a 20 percent growth average per year.) 
 
Celebrations – Face-to-face events which celebrate success and present opportunities for recognition.   
 
Core Values – The organization’s essential and enduring tenets – a small set of general guiding principles. 
 
Facilities – The physical spaces used to conduct business (i.e., the building, the offices, parking, etc.) 
 
Information Sharing – Communication of all organizational information with everyone, including financial 
information. 
 
Language – Special jargon, acronyms or definitions for use only within one organization. 
 
Leadership Practices – Leaders demonstrating integrity and application of values, in easy and difficult 
situations. 
 
Measures – A few key measures that many people in an organization understand (i.e., formal marketing 
survey, benchmarking, financial information.).  People understand that these key measures are 
important.  People also understand how they contribute to these key measures.   
 
Financial Rewards – Monetary awards for improved performance (i.e., profit sharing, stock options, bonus). 
 
Recognition Rewards – Promotional awards for improved performance (i.e., employee of the month, 
employees of the month). 
 
Rituals – A repeated event which allow individuals to connect with cultural ideals and important shared 
values, within an organization. 
 
Selection Processes – The recruitment of individuals who share the organization’s values and vision. 
 
Status Reduction – Strategies of elevating employee levels and reducing management levels, so they are 
perceived to be more equal (examples: better parking spaces for management, dress 
codes, no special perks for management). 
 
Stories – Records of past events.  Narratives that celebrate and reinforce an existing culture. 
 
Symbols – Items within an organization that create meaning for employees, as they relate to culture. 
 
Training – Specific developmental opportunities provided to employees by an organization. 
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Elements in Establishing and Sustaining a High Performing People Centered Culture  
 -- Pilot Survey -- Student 
     
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1.75 2.625 3 2.75 
     
2 Information Sharing Core Values Language Recognition Rewards 
Avg. 2 1.375 3.125 3.5 
     
3 Financial Rewards Status Reduction Big Goals  Training 
Avg. 2.75 2.875 2 2.375 
     
4 Selection Processes Recognition Rewards Symbols Leadership Practices 
Avg. 2.125 2.5 3.875 1.5 
     
5 Stories Big Goals Language Measures 
Avg. 3.5 1.25 2.75 2.5 
     
6 Training  Information Sharing Selection Processes Alignment 
Avg. 2.375 2.25 3 2.125 
     
7 Leadership Practices Celebrations Measures Financial Rewards 
Avg. 1.875 2.75 3 2.375 
     
8 Measures Status Reduction Core Values Facilities 
Avg. 3.125 2.25 1.25 3.375 
     
9 Big Goals Rituals Symbols Information Sharing 
Avg. 1.625 2.875 3.625 1.875 
     
10 Stories Financial Rewards Status Reduction Alignment 
Avg. 3.5 2.5 2.125 1.875 
     
11 Celebrations Symbols Financial Rewards Core Values 
Avg. 2.75 3.625 2.25 1.25 
     
12 Leadership Practices Facilities Language Status Reduction 
Avg. 1.25 3.125 3.25 2.375 
     
13 Measures Language Recognition Rewards Alignment 
Avg. 2.875 3 2.25 1.875 
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14 Facilities Selection Processes Big Goals  Recognition Rewards 
Avg. 3.375 2.125 1.625 2.875 
     
15 Rituals Core Values Stories Training 
Avg. 3.5 1 3.25 2.25 
     
16 Information Sharing Rituals Training Leadership Practices 
Avg. 2 3.875 2.875 1.25 
     
17 Alignment Core Values Leadership Practices Big Goals 
Avg. 3 1.5 2.875 2.625 
     
     
 Terms: Total Average: # of times used:  
 Alignment 2.125 5  
 Big Goals 1.825 5  
 Celebrations 2.708 3  
 Core Values 1.275 5  
 Facilities 3.219 4  
 Information Sharing 2.031 4  
 Language 3.031 4  
 Leadership Practices 1.750 5  
 Measures 2.875 4  
 Financial Rewards 2.469 4  
 Recognition Rewards 2.781 4  
 Rituals 3.25 4  
 Selection Processes 2.417 3  
 Status Reduction 2.406 4  
 Stories 3.417 3  
 Symbols 3.708 3  
 Training 2.469 4  
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Elements in Establishing and Sustaining a High Performing People Centered Culture 
 -- Pilot Survey -- Executives 
     
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1 3.25 3 2.75 
     
2 Information Sharing Core Values Language Recognition Rewards 
Avg. 2 1 3.25 3.75 
     
3 Financial Rewards Status Reduction Big Goals  Training 
Avg. 3.75 2.75 1.75 1.75 
     
4 Selection Processes Recognition Rewards Symbols Leadership Practices 
Avg. 2 3.75 3.25 1 
     
5 Stories Big Goals Language Measures 
Avg. 3 2 3.5 1.5 
     
6 Training  Information Sharing Selection Processes Alignment 
Avg. 3.5 2.25 3.25 1 
     
7 Leadership Practices Celebrations Measures Financial Rewards 
Avg. 1 3.5 2 3.5 
     
8 Measures Status Reduction Core Values Facilities 
Avg. 2.5 3.25 1 3.25 
     
9 Big Goals Rituals Symbols Information Sharing 
Avg. 2.5 2.75 2.75 2 
     
10 Stories Financial Rewards Status Reduction Alignment 
Avg. 3 2.75 3.25 1 
     
11 Celebrations Symbols Financial Rewards Core Values 
Avg. 2.25 3 3.5 1.25 
     
12 Leadership Practices Facilities Language Status Reduction 
Avg. 1 3.25 2.75 3 
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13 Measures Language Recognition Rewards Alignment 
Avg. 2 3.25 3.75 1 
     
14 Facilities Selection Processes Big Goals  Recognition Rewards 
Avg. 3.25 1.75 1.75 3.25 
     
15 Rituals Core Values Stories Training 
Avg. 2.75 1.75 3.25 2.25 
     
16 Information Sharing Rituals Training Leadership Practices 
Avg. 2.25 3.75 3 1 
     
17 Alignment Core Values Leadership Practices Big Goals 
Avg. 2.75 1.75 2.25 3.25 
     
     
 Terms: Total Average: # of times used:  
 Alignment 1.350 5  
 Big Goals 2.250 5  
 Celebrations 3.000 3  
 Core Values 1.350 5  
 Facilities 3.188 4  
 Financial Rewards 3.375 4  
 Information Sharing 2.125 4  
 Language 3.188 4  
 Leadership Practices 1.25 5  
 Measures 2 4  
 Recognition Rewards 3.625 4  
 Rituals 3 4  
 Selection Processes 2.333 3  
 Status Reduction 3.063 4  
 Stories 3.083 3  
 Symbols 3.000 3  
 Training 2.625 4  
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Elements in Establishing and Sustaining a High Performing People Centered Culture 
 -- Pilot Survey -- Combination 
     
 A B C D 
1 Alignment Celebrations Facilities Rituals 
Avg. 1.50 2.75 3 2.75 
     
2 Information Sharing Core Values Language Recognition Rewards 
Avg. 2.00 1.25 3.17 3.58 
     
3 Financial Rewards Status Reduction Big Goals  Training 
Avg. 3.08 2.83 1.92 2.17 
     
4 Selection Processes Recognition Rewards Symbols Leadership Practices 
Avg. 2.08 2.92 3.67 1.33 
     
5 Stories Big Goals Language Measures 
Avg. 3.33 1.50 3.00 2.17 
     
6 Training  Information Sharing Selection Processes Alignment 
Avg. 2.75 2.25 3.08 1.75 
     
7 Leadership Practices Celebrations Measures Financial Rewards 
Avg. 1.58 3.00 2.67 2.75 
     
8 Measures Status Reduction Core Values Facilities 
Avg. 2.92 2.58 1.17 3.33 
     
9 Big Goals Rituals Symbols Information Sharing 
Avg. 1.92 2.83 3.33 1.92 
     
10 Stories Financial Rewards Status Reduction Alignment 
Avg. 3.33 2.58 2.50 1.58 
     
11 Celebrations Symbols Financial Rewards Core Values 
Avg. 2.58 3.42 2.67 1.25 
     
12 Leadership Practices Facilities Language Status Reduction 
Avg. 1.17 3.17 3.08 2.58 
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13 Measures Language Recognition Rewards Alignment 
Avg. 2.58 3.08 2.75 1.58 
     
14 Facilities Selection Processes Big Goals  Recognition Rewards 
Avg. 3.33 2.00 1.67 3.00 
     
15 Rituals Core Values Stories Training 
Avg. 3.25 1.25 3.25 2.25 
     
16 Information Sharing Rituals Training Leadership Practices 
Avg. 2.08 3.83 2.92 1.17 
     
17 Alignment Core Values Leadership Practices Big Goals 
Avg. 2.92 1.58 2.67 2.83 
     
     
 Terms: Total Average: # of times used:  
 Alignment 1.866 5  
 Big Goals 1.968 5  
 Celebrations 2.777 3  
 Core Values 1.300 5  
 Facilities 3.208 4  
 Financial Rewards 2.770 4  
 Information Sharing 2.063 4  
 Language 3.083 4  
 Leadership Practices 1.584 5  
 Measures 2.585 4  
 Recognition Rewards 3.063 4  
 Rituals 3.165 4  
 Selection Processes 2.387 3  
 Status Reduction 2.623 4  
 Stories 3.303 3  
 Symbols 3.473 3  
 Training 2.523 4  
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Elements of Cultural Leadership and Consequences for Organizational Cultures --
Table 
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Trice and Beyer (1993), p.263 
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